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ABSTRACT 
Where does a culture come from initially? The answer is that it lies 
within the potential of an organisation's individual members. They use the 
culture to reinforce ideas, feelings and information which are consistent with 
their beliefs. Understanding and appreciating this implication may improve 
the effective performance of managers. 
Information about fifty-eight managers in Hong Kong was collected 
by questionnaire. It was found that the managers' perceptions on the 
importance of the various managerial activities varied, but, on average, they 
placed more emphasis on activities relating to the decisional role. 
In general, managers in Hong Kong perceived that their major role 
related to decision making and were task-oriented. They also placed relative 
high scores on those activities which might facilitate their decision making. 
In summary, defining problems, setting goals and defining tasks under the 
A 
decisional role; and, listening to superiors and giving positive feedbacks 
under the interpersonal role were ranked the five most important managerial 
activities. Receiving and disseminating information under the informational 
iii 
role was also ranked relatively high because such activities might facilitate 
the achievement of tasks. Other activities under interpersonal roles, such 
as those relating to communications with subordinates, were regarded less 
important by managers in Hong Kong. This task-oriented attitude might 
result in poor human relationship and lead to employee dissatisfaction. 
Therefore, the author would suggest that suitable balance among the 
decisional, interpersonal and informational roles should be maintained. 
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People as a Strategic Resource 
Human resources - people - are essential strategic resources. They 
are needed to implement strategies and to this end they must understand and 
share the objectives and values of the organisation. They must be 
committed to the organisation and they must work together well.i This 
implies a need to understand the human behaviour which may affect the 
management practices adopted in any organisations. 
Management Practices 
As a function of management practices, the behaviour of individuals 
transforms organisational requirements into competitive advantages. 
Management practices comprise the formal processes for governing how 
employees think and behave. They determine the kind of information 
1 John L. Thompson, Strategic Management. London: Chapman and 
Hall, 1990，p.306. 
2 
employees receive, and how and when. They also affect how individuals 
behave - where they spend their time, with whom, and doing what. 
Managers employ these practices as tools throughout an organisation to 
shape and direct employee attention, time, behaviour, and energy.2 
Cultural Elements in Forming Strategies 
Nowadays, the number of multinational companies in Asia Pacific 
grow rapidly. For example, United States' exports to the Far East have 
grown 1,200 percent since 1960. Of America's 20 largest trading partners, 
eight are now in the Pacific Region? As a result, multinational managers 
are required to meet, socialise, and negotiate with foreign businessmen and 
managers on a regular basis. A requirement that is common to most of their 
activities is that the manager must be able to communicate and work with 
persons who have grown up and who have been socialised in a different 
cultural environment. Customs, values, life styles, beliefs, management 
practices and most other important aspects of one's personal and 
2 Dave Ulrich and Dale Lake. Organisational Capability. New 
York: John Wiley & Sons Inc., 1990，p.285. 
3 Christopher Engholm. When Business East Meets Business West. 
New York: John Wiley & Sons，Inc., 1991，p.4. 
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professional life are therefore different. For the global manager to be 
effective, one must be aware of the many beliefs and values that underlie his 
or her country's business practices, management techniques, and strategies. 
Hong Kong as a Cultural-Mixed Society 
Hong Kong is geographically a part of China, but for more than a 
century and a half it has developed apart from China as an increasingly 
distinctive social entity. Under British colonial rule, this predominantly 
Chinese society has developed into a prosperous and vibrant capitalist 
metropolis, which is a stark contrast with the essentially slow-moving 
command economy of Socialist China. Most of today's Hong Kong 
managers receive education under the Western education system, have a 
fully international perspective, and have been exposed to the West via mass 
media. Although acquainted with Western business practices, they share a 
business network with other Chinese inside and outside of Hong Kong, and 
conduct some non-Western transactions, that is, based on relationships rather 
than formal contracts. As a result, we cannot and should not rule out 
completely the influences of traditional Chinese culture on Hong Kong 
managers. On the contrary, what can be seen as current practices are the 
mixture of traditional Chinese and modern Hong Kong cultural elements in 
4 
the dynamic sense of interaction between different cultural features. That 
is to say, we should not presume that the management practices in Hong 
Kong are purely Western oriented. The management practices, on the other 
hand, are distinctive and they reflect the cultural mix. 
Objectives of the Study 
The reasons why companies, both locally and foreign owned, fail 
vary. Some may due to the entering into the wrong business and some may 
be due to mismanagement. It is the latter reason that arouses the author's 
interest to carry out the present study. 
The first aim of this project is to study the management philosophy 
and personal belief held by the senior executives of major local and foreign 
owned companies in Hong Kong. As part of this study, the author intends 
to find out what the management philosophy and personal belief are in 
practice. Management practices comprise of communication, job delegation, 
office politics, problem solving, planning and decision making. There are 
various activities that a manager has to do. Undoubtedly, within limited 
time available, priority must be set. The main purpose of this study is to 
find out how the managers rank the relative importance of the managerial 
activities. 
Every manager has his own management theory, his own set of 
5 
representations and preferences that in some way guide his potential 
behaviour in organisations; and it is critical for managers, management 
researchers, and educators to identify and understand these implicit theories 
of management better/ This assertion that every manager has his own 
management gospel provides the initial ground for the study here. 
As part of the study, the underlying factors which lead to individual 
preferences as shown in the ranking of managerial activities will be 
investigated. One of the factors 一 corporate culture - will be considered. 
The perceptions of the senior and middle managers are compared as well. 
4 
4 Andre Laurent. "The Cultural Diversity of Western Conceptions 
of Management." International Studies of Management and Organisation. 
Vol.XIII No. 1-2，1983，p.76. 
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CHAPTER II 
THEORETICAL FRAMEWORK OF ANALYSIS 
The whole analysis is divided into two parts, namely, the study of the 
current managerial activities in Hong Kong and the relationship between the 
perceived differences in management practices of local and foreign 
organisations. One of the causes of differences in ranking the relative 
importance of managerial activities is the perceived corporate culture 
elements and this causal relationship is moderated by the personal attributes 
of an individual. 
Managerial Activities 
An effective manager must be an effective problem solver. The active 
problem-solving role of a manager requires him to spend a substantial part 
of each day engaged in some or all of the following activities. 
(1) Influencing the flow of information within the company 




This includes the scheduling of human and other resources and 
assigning tasks. 
(3) Work group management 
This includes team building, goal setting and conflict 
management within and between work groups. 
(4) Decision making and problem solving 
This ranges from day-to-day operational tasks to company-wide 
strategic issues. 
(5) Employee motivation 
Employee motivation can be achieved through various means 
such as giving positive feedbacks, performance appraisals, giving 
credit and the like. 
(6) Social events 
A manager may sometimes require to attend certain social 
events and meeting outside the company. When the frequency is 
high, for some managers, participation in these events becomes part 
of their managerial activities. 
Prioritising Activities 
It is one of the objectives of this study to find out what are the relative 
8 
importance of various managerial activities considered by the managers in 
Hong Kong. 
Theories of Managerial Functions 
According to classical management theory, the successful manager 
must actively perform four basic managerial functions: planning, organising, 
leading, and controlling. These functions are interrelated and most 
managers perform them simultaneously to achieve company objectives.^ 
(1) Planning 
Planning is the dynamic process of making decisions today 
about future actions. An organisation must plan in order to define its 
objectives and establish procedures for reaching them. Managers plan 
for four reasons: (1) to co-ordinate the efforts of employees; (2) to 
identify and commit the firms' resources to achieving particular 
objectives; (3) to decide which activities are consistent with stated 
objectives; and (4) to measure progress toward those objectives so that 
corrective action can be taken as necessary. 
(2) Organising 
Organising is the process of creating a structure of relationships 
5 Don Hellriegel and John W. Jr. Slocum. Management. 5th Ed. 
New York: Addison-Wesley Publishing Company, 1989，p. 12. 
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among people that will enable those people to carry out management's 
plans and meet their objectives. By organising effectively, managers 
can better co-ordinate human and material resources. An 
organisation's success depends largely on management's ability to 
utilise those resources efficiently and effectively. 
(3) Leading 
After management has made plans, created a structure, and 
hired appropriate personnel, someone must lead the organisation. 
Some managers call this process directing or influencing. Whatever 
it is called, leading involves motivating others to perform the task 
necessary to achieve the organisation's objectives. 
(4) Controlling 
Controlling is the process by which a person, group, or 
organisation consciously monitors performance and takes corrective 
action. 
Theories of Managerial Roles 
Managers perform the four basic managerial functions by playing a 
variety of managerial roles. A role is an organised set of behaviours. 
Henry Mintzberg studied a variety of managerial jobs to arrive at the ten 
most common roles of top managers. He places each of these roles in one 
10 
of three categories: interpersonal, informational, and decisional.^ 
(1) Interpersonal roles 
Interpersonal roles, which arise directly from a manager's 
formal authority, involve interpersonal relationships. 
In the figurehead role the manager represents the organisation 
at ceremonial and symbolic functions. It is the most basic and the 
simplest of all managerial roles. They symbolise management's 
concern for employees, customers, and the community. 
The leadership role involves responsibility for directing and 
coordinating the activities of subordinates in order to accomplish 
organisational objectives. Some aspects of the leadership role have 
to do with staff: hiring, promoting and firing. Other aspects involve 
motivating subordinates to meet the organisation's needs. Still other 
aspects relate to creating a vision that company employees can 
identify with. 
The liaison role refers to dealing with members of a board of 
directors and people outside the organisation, such as clients, 
government officials, other agencies and suppliers. In the liaison 
^Henry Mintzberg. "The Manager's Job: Folklore and Fact. “ Harvard 
Business Review. July - August 1975, pp.49-61. 
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role, the manager seeks support from people who can affect the 
organisation's success. 
(2) Informational roles 
Effective managers build networks of contacts for sharing 
information.^ Because of these contacts, managers emerge as the 
nerve centers of their organisations. Many contacts made while 
performing figurehead, and liaison roles give managers access to a 
great deal of important information. Three roles - monitor, 
disseminator, and spokesperson - describe the informational aspects 
of managerial work. 
The monitor role involves seeking out, receiving, and screening 
information. Since much of the information received is oral (from 
gossip and hearsay, as well as formal meetings), managers must 
evaluate and decide whether to use this information. 
In the disseminator role the manager shares information with 
subordinates and other members of the organisation. 
Finally, in the spokesperson role, managers transmit 
7 J J . Gabarro. "When a New Manager Takes Charge." Harvard 
Business Review, May-June 1985, p.110. 
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information to others, especially those outside the organisation, as the 
official position of the company. 
(3) Decisional roles 
Managers use information to make decisions about when and 
how to commit their organisation to new objectives and actions. 
Decisional roles are perhaps the most important of the three categories 
of roles. As entrepreneurs, arbiters of disturbances, allocators of 
resources, and negotiators, managers are the core of the organisations' 
decision-making system. 
The entrepreneurial role involves designing and initiating 
planned change in order to improve the organisation's position. 
Managers play this role when they initiate new projects, launch a 
survey, test a new market, or enter a new business. 
Managers play the disturbance-handler role when dealing with 
problems and changes beyond their immediate role. 
The resource-allocator role involves choosing among competing 
demands for money, equipment, personnel, and others' demands on 
a manager's time. 
Closely linked to the resource-allocator role is the negotiator 
role. In this role managers meet and discuss their differences with 
13 
individuals or groups for the purpose of reaching an agreement. 
Negotiations are an integral part of a manager's job. 
Corporate Culture 
In the past, the experts thought that there was only one way to manage 
people because all organisations were the same, managerial tasks were 
identical, and all employees' jobs were similar. The traditional approach to 
organisational behaviour emphasised the development of principles that were 
appropriate to all organisations and managerial tasks. 
Definition of Culture 
The culture of an organisation defines appropriate behaviour, bonds 
and motivates individuals and asserts solutions where there is ambiguity.^ 
Culture comes from within people and is put together by them to reward the 
capacities that they have in common. Culture sums up the way 
organisations function. It has been defined as "The way we get things done 
around here. "9 Culture is the set of values, behaviours and norms which 
8 Charles Hampden-Turner. Corporate Culture, London: The 
Economist Books Limited, 1990，p.l. 
9 Philip E. Atkinson. Creating Culture Charge: The Key to Successful 
Total Quality Management. Bedford: IFS Ltd., 1990，p.55. 
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make an organisation tick. Thus, organisational culture is the set of shared 
values, beliefs and management practices. 
Elements of Organisational Culture 
The set of shared understandings of the organisational characteristics 
can be divided into various dimensions. One must bear in mind that all 
cultures exclude something. Otherwise the organisation would become 
simply a confused collection of its members' various desires, and might fail 
to serve ks customers effectively. That is, there does not exist a right nor 
wrong culture. 
(1) Individual responsibility 
This is the feeling of the extent to which an individual is 
required to be responsible for his work; the extent to which he can 
work independently; and the extent to which he can exercise his own 
initiation in carrying out his work. 
(2) Organisational structure 
This is the feeling of the constraints and procedures in the 
organisation and this includes rules and regulations that exist and the 
control over the work by means of supervision. In addition, this is 
the perceived hierarchical structure by the employees. 
15 
(3) Support 
This is the perceived helpfulness of the superiors in the working 
environment and the support given by the organisation. 
(4) Employee participation 
This is the feeling of the extent to which employees participate 
in the management process and are made supportive to each other. 
(5) Communication networking 
This is the extent to which the employees share information and 
experience with each other. 
(6) Performance reward 
This is the feeling of being rewarded for work done well. This 
embraces the feeling of having preset standards, fairness in reward 
system and equity in promotion policy. 
(7) Employees as assets to the company 
This is the feeling of being treated as an valuable asset of the 
company. It implies that the welfare and benefits of the employees 
are taken care of by the company. 
Framework of the Study 
The framework of this research includes the finding out of the 
individual perceptions on various managerial activities. This reflects in the 
16 
respective rankings of the various managerial activities. The examination 
of the relationship between organisational practices and managerial activities 





The target population for this study is all companies and organisations, 
excluding the Hong Kong Government and non-profit making bodies, in 
Hong Kong. The total number is enormous and the exact number is 
unknown. In order to get a more representative samples, samples are drawn 
from Dun and Bradstreets' publications of "Key Decision Makers in Hong 
Kong Businesses" and "The Who's Who in Key 1,000 Foreign Enterprises 
in Hong Kong" and the MB As of The Chinese University of Hong Kong. 
In view of the difficulties in getting respondents, the sample size of 60 is 
determined. With an expected response rate of 20%, 300 questionnaires 
were sent out. The samples were equally selected from the top 1,000 
foreign companies in Hong Kong and Hong Kong local companies and from 
companies in which The Chinese University of Hong Kong MBA students 
work for (See Appendix I). 
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The Instrument Used 
A questionnaire used to measure the managerial roles and practices in 
this project was adapted from Ng and Nyaw/�Questionnaires were sent 
out directly to the sample companies, accompanied by a covering letter 
explaining the purpose of the research. The respondents were requested to 
return the completed questionnaire by mail in the self-addressed envelope. 
Of the 300 questionnaires sent out 65 questionnaires were returned but 
only 58 questionnaires were completed, representing a response rate of 
19.3%. The profiles of the samples are given in Table I as below. 
10 The questionnaire was originally designed by Ignace Ng and M.K. 
Nyaw in an international comparative study of managerial activities in 
selected countries yet to be published. 
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TABLE I 
PROFILES OF THE SAMPLES 
1. Educational Background 
All respondents possess university degree. 
2. Age 
Number Percent 
25 or below 2 3.4 
25 - 30 20 34.5 
31 - 35 14 24.1 
36 - 40 6 10.4 
41 - 45 6 10.4 
46 - 50 2 3.4 




Male 42 72.4 
Female 16 27.6 
100.0 
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4. Company Profile 
Company Type Number Percent 
Local Company 20 34.5 
Foreign Company 38 65.5 
5. Nationality Profile 
Nationality of 
Respondent Number Percent 
Hong Kong 43 74.1 
Non-Hong Kong 15 25.9 
The Non-Hong Kong category includes Americans, Canadians, British 
and Australians. 
6. Salary Range 
Annual Salary Number Percent 
HK$500，000 and below 33 56.9 




The questionnaire was divided into four parts. Part one and two were 
designed to get information about the respondents and their companies. Part 
three was designed to measure the respective rankings by the respondents 
of the relative importance they perceived of the interpersonal, informational 
and decisional roles. Part four was designed to measure the perceived 
management practices existing in the respondents' companies. 
Measurement 
The scale of measurement employed in part three of the questionnaire 
relating to the managerial roles was a five-point rating scale ranging from 
one to five. In measuring the relative importance of the managerial roles, 
1 means not important at all whereas 5 means the most important. In the 
current management practices measurement, a seven-point scale ranging 
from 1 to 7 was used, with 1 means the respondent strongly disagrees with 
the statement reflecting the management practices and 7 means he strongly 
agrees. 
Analysis 
Statistical analysis was employed in this research. The rankings of 
managerial activities were made by using the means. 
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Three sets of rankings were worked out. One was the overall 
rankings of all the manager-respondents. The other set was the comparative 
rankings of male and female managers. Finally, the comparative rankings 
of the senior and middle-managers were compiled. 
Mean scores were also used to indicate the managers' beliefs of the 
management practices existed in their organisations. Three sets of mean 
scores were computed. One related to all organisations under investigation. 
Another one related to the managers' beliefs of the management practices 






The overall statistics of managerial activities and their respective ranks 
in the sample are shown in Table 2. Standard deviations are also presented 
to show the dispersion. 
TABLE 2 
MEANS AND STANDARD DEVIATION 
OF MANAGERIAL ACTIVITIES VARIABLES 
Activities Mean^ Rank Stdev. 
Defining problems 4.1034 1 0.8098 
Setting goals 3.9483 2 0.9445 
Listening to superiors 3.8966 3 0.7420 
24 
Activities Mean^ Rank Stdev. 
Defining tasks 3.8448 4 0.9139 
Giving positive feedbacks 3.7759 5 0.8593 
Receiving and disseminating 
information 3.7586 6 0.7793 
Writing reports / memos 3.6810 7 0.8309 
Handling operational crisis 3.6810 8 1.1030 
Assigning tasks 3.6552 9 1.0354 
Dealing with outsiders 3.6034 10 1.2696 
Conveying results to superiors 3.5862 11 0.9558 
Appraise subordinates 3.4828 12 1.0636 
Listening to peers 3.3793 13 0.8341 
Asking for input 3.3362 14 0.9051 
Listening to subordinates 3.2931 15 0.9553 
Giving credits where due 3.2931 16 1.2567 
Developing new procedures 3.1897 17 0.9815 
Inspecting work 3.1034 18 1.0545 
Attending external meetings 3.1034 19 1.0872 
25 
Activities Mean^ Rank Stdev. 
Monitoring performance data 3.1034 20 1.1033 
Conveying results to subordinates 3.0862 21 1.0308 
Reading reports 3.0517 22 0.8670 
Orienting employees 3.0000 23 1.2566 
Scheduling employees 2.7241 24 1.0727 
Routine financial reporting 2.7069 25 1.2426 
Filling in when needed 2.6897 26 1.1729 
Conveying results to peers 2.6724 27 1.0824 
Answering procedural questions 2.6552 28 1.0354 
Resolving disputes between 
subordinates 2.6379 29 1.1034 
Conveying appreciation to peers 2.6207 30 1.1055 
Providing routine instructions 2.5862 31 0.9918 
Developing job descriptions 2.5431 32 1.1328 
Walking around inspecting works 2.5172 33 1.0961 
Oral information giving / receiving 2.5000 34 1.0638 
"Chit-Chat" with superiors 2.4310 35 1.1100 
26 
Activities Mean^ Rank Stdev. 
Politicking and gamesmanship 2.3879 36 1.0964 
Interviewing applicants 2.3190 37 1.1649 
"Chit-Chat" with subordinates 2.2845 38 1.0642 
"Chit-Chat" with peers 2.2414 39 1.0481 
Processing mail 1.9828 40 1.0343 
Discussing rumours 1.8793 41 0.9566 
Informal joking with subordinates 1.8793 42 0.9926 
Informal joking with peers 1.8621 43 0.9071 
Informal joking with superiors 1.7931 44 0.9507 
Community service events 1.6466 45 0.9643 
Note: 1. Based on a five-point scale with 1 means the respondent 
perceives the activity not important and 5 means the most 
important. 
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The Male and Female Managers' Perception 
of the Relative Importance of Various Activities 
Table 3 indicates the comparative ranking score of each managerial 
activity perceived by male and female managers. 
TABLE 3 
MALE AND FEMALE MANAGERS' COMPARATIVE 
RANKING OF MANAGERIAL ACTIVITIES 
[ Male ] [ Female ] 
Activities Mean Rank Mean Rank 
Setting goals 4.0976 1 3.5625 9 
Defining problems 4.0732 2 4.1875 1 
Giving positive feedbacks 3.8537 3 3.5000 10 
Listening to superiors 3.8293 4 4.0625 2 
Defining tasks 3.8049 5 4.0000 3 
Assigning tasks 3.7561 6 3.5000 12 
Dealing with outsiders 3.7317 7 3.2500 16 
Handling operational crisis 3.7195 8 3.5625 6 
Receiving and disseminating 
information 3.7073 9 3.8750 4 
28 
[ Male ] [ Female ] 
Activities Mean Rank Mean Rank 
Writing reports / memos 3.6707 10 3.6875 7 
Conveying appreciation to 
subordinates 3.5122 11 3.3750 13 
Listening to subordinates 3.4878 12 2.8125 25 
Conveying results to superiors 3.4634 13 3.8750 5 
Listening to peers 3.3902 14 3.3125 15 
Asking for input 3.3537 15 3.3125 14 
Developing new procedures 3.2195 16 3.1250 19 
Giving credits where due 3.1707 17 3.5625 8 
Conveying results to subordinates 3.1220 18 2.9375 22 
Reading reports 3.0488 19 3.0625 20 
Monitoring performance data 3.0488 20 3.1875 18 
Attending external meetings 3.0244 21 3.1875 17 
Inspecting work 2.9756 22 3.5000 11 
Orienting employees 2.9756 23 3.0000 21 
Routine financial reporting 2.7561 24 2.5000 32 
Conveying results to peers 2.7317 25 2.3750 36 
29 
[ Male ] [ Female ] 
Activities Mean Rank Mean Rank 
Scheduling employees 2.7317 26 2.7500 26 
Filling in when needed 2.7317 27 2.6250 29 
Resolving disputes between 
subordinates 2.7073 28 2.5000 31 
Conveying appreciation to peers 2.6341 29 2.5000 33 
Giving or receiving oral 
information 2.6098 30 2.2500 38 
Answering procedural questions 2.6098 31 2.8125 23 
Providing routine instructions 2.5610 32 2.6875 27 
Walking around inspecting the 
work 2.5610 33 2.4375 35 
"Chit-Chat" with superiors 2.5122 34 2.2500 37 
Developing job descriptions 2.4512 35 2.8125 24 
Interviewing applicants 2.3537 36 2.1875 39 
Politicking and gamesmanship 2.3049 37 2.6875 28 
"Chit-Chat" with subordinates 2.2073 38 2.5000 30 
"Chit-Chat" with peers 2.1707 39 2.4375 34 
Processing mail 1.9512 40 2.1250 40 
30 
[ Male ] [ Female ] 
Activities Mean Rank Mean Rank 
Informal joking with subordinates 1.9024 41 1.8750 42 
Discussing rumours 1.9024 42 1.8125 43 
Informal joking with superiors 1.8537 43 1.6875 44 
Informal joking with peers 1.8537 44 1.9375 41 
Community service events 1,6951 45 1.4375 45 
Senior and Middle-Managers' Reception of 
the Relative Importance of Various Roles 
Table 4 indicates comparative ranking score of each managerial 
activity perceived by the senior and middle-managers. Only those with 
mean score of three or above, that is those which are considered important 
to the most important, are shown. For this exercise, senior managers are 




SENIOR AND MIDDLE-MANAGERS，RANKING OF 
MANAGERIAL ACTIVITIES 
[Senior Manager] [Middle Manager] 
Activities Mean Rank Mean Rank 
Setting goals 4.36 1 3.64 6 
Defining problems 4.28 2 3.97 1 
Giving positive feedbacks 4.16 3 3.48 10 
Dealing with outsiders 4.12 4 3.21 11 
Defining tasks 4.00 5 3.73 4 
Listening to superiors 3.88 6 3.91 2 
Assigning tasks 3.88 1 3.48 9 
Conveying appreciation to 
subordinates 3.84 8 3.21 12 
Receiving and disseminating 
information 3.80 9 3.73 5 
Handling operational crisis 3.78 10 3.61 8 
Giving credits where due 3.68 11 3.00 21 
Listening to subordinates 3.64 12 3.03 20 
Listening to peers 3.60 13 3.21 13 
32 
[Senior Manager] [Middle Manager] 
Activities Mean Rank Mean Rank 
Writing reports / memos 3.58 14 3.76 3 
Conveying results to superiors 3.56 15 3.61 7 
Asking for input 3.54 16 3.18 14 
Conveying results to subordinates 3.44 17 * NA 
Developing new procedures 3.40 18 3.03 19 
Orienting employees 3.28 19 * NA 
Conveying results to peers 3.24 20 * NA 
Routine financial reporting 3.16 21 * NA 
Inspecting work 3.12 22 3.09 17 
Monitoring performance data 3.12 23 3.09 16 
Reading reports 3.04 24 3.06 18 
Attending external meetings 3.04 25 3.15 15 
Resolving disputes between 
subordinates 3.00 26 * NA 
Notes:，*，denotes mean score is smaller than 3. 
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Managerial Roles 
Table 5 summarises the different rankings attached to the various 
activities classified in accordance with Henry Mintzberg's ten most common 
roles of top managers. 
TABLE 5 
MANAGERIAL ROLES 
[ RANKINGS ] 
ALL MALE FEMALE SENIOR MIDDLE 
ROLES MGR MGR MGR MGR MGR 
Decisional Roles 
1. Defining problems 1 2 1 2 1 
2. Setting goals 2 1 9 1 6 
3. Defining tasks 4 5 3 5 4 
4. Handling operational 
crisis 8 8 6 10 8 
5. Assigning tasks 9 6 12 7 9 
34 
[ RANKINGS ] 
ALL MALE FEMALE SENIOR MIDDLE 
ROLES MGR MGR MGR MGR MGR 
Informational Roles 
1. Receiving and 
disseminating 
information 6 9 4 9 5 
2. Writing reports/memos 7 10 7 14 3 
3. Conveying results 
to superiors 11 13 5 15 7 
4. Asking for input 14 15 14 16 14 
5. Listening to 
subordinates 15 12 25 12 20 
6. Attending external 
meetings 19 21 17 25 15 
7. Monitoring 
performance data 20 20 18 23 16 
8. Reading reports 22 19 20 24 18 
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[ RANKINGS ] 
ALL MALE FEMALE SENIOR MIDDLE 
ROLES MGR MGR MGR MGR MGR 
Interpersonal Roles 
1. Listening to superiors 3 4 2 6 2 
2. Giving positive 
feedbacks 5 3 10 3 10 
3. Dealing with outsiders 10 7 16 4 11 
4. Appraise subordinates 12 11 13 8 12 
5. Listening to peers 13 14 15 13 13 
6. Giving credits where 
due 16 17 8 11 21 
7. Developing new 
procedures 17 16 19 18 19 
8. Inspecting work 18 22 11 22 17 
The rank correlation coefficients are computed and shown in 
Appendix II. There exists positive but relatively low degree of correlation 
between the male and female managers; and between those of senior and 
middle managers. However, there appears positive and relatively high 
degree of correlation between the of male and senior managers; and between 
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those of female and middle managers. 
Management Practices 
The basic statistics of the managers' perceptions of the various 
management practices existed in their organisations are shown in Tables 6 
to 8. Mean scores are shown to indicate the extent of the respondents' 
agreement to the statements shown. 
TABLE 6 
MEAN SCORE TO INDICATE THE MANAGERS' 
PERCEPTION OF THE MANAGEMENT PRACTICES 
EXISTED IN THEIR ORGANISATIONS 
Mean^  
Organisational Structure 
1. In this organisation, even small matters have to be referred 
to someone higher up for a final decision. 3.26 
2. There are a great many rules in this organisation. 4.36 
3. The main role of a superior at this firm is to ensure that 
employees are doing their jobs. 5.00 
4. The rules at work are mainly unwritten. 3.69 
5. In this organisation, rules are considered largely unnecessary, 




6. When decisions are made in this organisation, a very major 
consideration is how k will affect the welfare of 
employees. 3.83 
7. In making a decision, the only real consideration is whether 
it is the best one for carrying out the task at hand. 4.45 
8. When decisions are made in this organisation, there is 
usually a significant amount of participation by 
employees. 3.84 
Communication Networking 
9. Communication flows freely up, down, and across in this 
organisation. 4.50 
10. Management encourages extensive communication within 
employee work groups. 4.45 
11. In general, management believes that it is not necessary for 
employees to have any more information beyond that 
required to perform their jobs. 3.76 
12. Management encourages communication not only on 
work-related matters, but also on social matters relating 
to employees and their families. 4.14 
Support 
13. The main role of a superior at this firm is to facilitate and 




14. In this firm, seniority plays a major role in pay levels. 4.50 
15. In this firm, pay is strongly related to individual 
performance. 3.95 
16. In this firm, most employees receive rewards related to the 
performance of the work group or total organisation (such 
as gain sharing, profit sharing, or an employee stock 
ownership plan). 3.31 
Care for Employees 
17. The main role of a superior in this firm is to ensure that 
employees are happy at work. 3.53 
18. This firm provides a generous fringe benefits package. 4.69 
Note: 1. Based on a seven-point scale with 1 indicates that the 




MEAN SCORE TO INDICATE THE MANAGERS' 
PERCEPTION OF THE MANAGEMENT PRACTICES 
EXISTED IN LOCAL ORGANISATIONS 
Mean^  
Organisational Structure 
1. In this organisation, even small matters have to be referred 
to someone higher up for a final decision. 3.80 
2. There are a great many rules in this organisation. 4.85 
3. The main role of a superior at this firm is to ensure that 
employees are doing their jobs. 5.90 
4. The rules at work are mainly unwritten. 3.95 
5. In this organisation, rules are considered largely unnecessary, 
since employees will act responsibly even without them. 2.65 Decision Making 
6. When decisions are made in this organisation, a very major 
consideration is how it will affect the welfare of 
employees. 3.40 
7. In making a decision, the only real consideration is whether 
it is the best one for carrying out the task at hand. 3.90 
8. When decisions are made in this organisation, there is 





9. Communication flows freely up, down, and across in this 
organisation. 4.25 
10. Management encourages extensive communication within 
employee work groups. 4.20 
11. In general, management believes that it is not necessary for 
employees to have any more information beyond that 
required to perform their jobs. 4.25 
12. Management encourages communication not only on 
work-related matters, but also on social matters relating 
to employees and their families. 4.05 
Support 
13. The main role of a superior at this firm is to facilitate and 
support employees in carrying out their assigned duties. 5.30 
Performance Reward 
14. In this firm, seniority plays a major role in pay levels. 5.05 
15. In this firm, pay is strongly related to individual 
performance. 3.35 
16. In this firm, most employees receive rewards related to the 
performance of the work group or total organisation (such 
as gain sharing, profit sharing, or an employee stock 
ownership plan). 3.00 
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Mean^  
Care for Employees 
17. The main role of a superior in this firm is to ensure that 
employees are happy at work. 3.40 
18. This firm provides a generous fringe benefits package. 4.45 
Note: 1. Based on a seven-point scale with 1 indicates that the 




MEAN SCORE TO INDICATE THE MANAGERS' 
PERCEPTION OF THE MANAGEMENT PRACTICES 
EXISTED IN FOREIGN ORGANISATIONS 
Mean^  
Organisational Structure 
1. In this organisation, even small matters have to be referred 
to someone higher up for a final decision. 2.97 
2. There are a great many rules in this organisation. 4.11 
3. The main role of a superior at this firm is to ensure that 
employees are doing their jobs. 4.53 
4. The rules at work are mainly unwritten. 3.55 
5. In this organisation, rules are considered largely unnecessary, 
since employees will act responsibly even without them. 3.32 Decision Making 
6. When decisions are made in this organisation, a very major 
consideration is how it will affect the welfare of 
employees. 4.05 
7. In making a decision, the only real consideration is whether 
it is the best one for carrying out the task at hand. 4.74 
8. When decisions are made in this organisation, there is 





9. Communication flows freely up, down, and across in this 
organisation. 4.63 
10. Management encourages extensive communication within 
employee work groups. 4.58 
11. In general, management believes that it is not necessary for 
employees to have any more information beyond that 
required to perform their jobs. 3.50 
12. Management encourages communication not only on 
work-related matters, but also on social matters relating 
to employees and their families. 4.18 
Support 
13. The main role of a superior at this firm is to facilitate and 
support employees in carrying out their assigned duties. 5.24 
Performance Reward 
14. In this firm, seniority plays a major role in pay levels. 4.21 
15. In this firm, pay is strongly related to individual 
performance. 4.26 
16. In this firm, most employees receive rewards related to the 
performance of the work group or total organisation (such 
as gain sharing, profit sharing, or an employee stock 
ownership plan). 3.47 
44 
Mean^ 
Care for Employees 
17. The main role of a superior in this firm is to ensure that 
employees are happy at work. 3.61 
18. This firm provides a generous fringe benefits package. 4.82 
Note: 1. Based on a seven-point scale with 1 indicates that the 
respondent strongly disagrees and 7 strongly agrees with the 
statement. 
Statistical Testing 
The mean scores shown in tables 6 to 8 indicate the respondents' view 
on whether the prescribed management practices exist in their organisations. 
Visually, the mean scores do not indicate great differences. As a result, F-
test is used to test whether there are statistical differences in management 
practices between local and foreign organisations. Based on the results 
shown in Appendix III, it is concluded that, with 99 percent confidence 
level, there are no statistical differences between management practices 
existing in local and foreign organisations. 
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CHAPTER V 
DISCUSSION AND CONCLUSION 
Managerial Activities in Hong Kong 
The empirical results indicate that managers have different perceptions 
on the relative importance of the various managerial activities that need to 
be performed. Differences in rankings were found between male and 
female; and, senior and middle managers. 
The rank correlation coefficient (see Appendix II) indicates that the 
male and senior managers' perceptions on the relative importance of 
managerial roles, reflected in accordance with the rankings assigned in table 
5，are highly correlated. On the other hand, the female and middle 
managers' perceptions on the relative importance of managerial roles are 
correlated with each other. These correlation relationships may in fact be 
due to the composition of the respondents. It is found that, of the 25 senior 
manager respondents, only two are female managers which represents only 
eight percent of the total senior manager replied to the questionnaires. 
Whereas, of the 33 middle manager respondents, 14 female managers which 
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represent 42 percent of the total middle managers replied to the 
questionnaires. As a result, conclusion should not be drawn that male acts 
as senior managers and female acts more like middle managers. 
Nevertheless, there are clear indications from the correlation analysis that 
male and female; and, senior and middle managers' perceptions are 
different. 
When comparing the first five rankings between senior and middle 
managers, it appears that the roles played by each group exhibit some 
degree of differences. The senior managers take on the entrepreneurial role 
by setting goals for the other managers to follow and play the disturbance-
handler role when dealing with problems. They also assume the leadership 
role by giving positive feedbacks to subordinates and take on the liaison role 
to deal with outsiders such as clients, government officials, other agencies 
and suppliers. Lastly, the senior managers play the resource-allocator role 
by defining tasks and choosing among competing demands for money, 
equipment and personnel. Contrasting with the senior managers, the middle 
managers' feeling is to play the disturbance-handler role first by defining 
problems. They play the liaison role through dealing with people on the 
higher hierarchy by listening to the superiors. The middle managers also 
play the disseminator role by writing reports and memoranda. They take on 
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the resource-allocator role to define tasks and to choose among competing 
demands. Finally, they play the disseminator role through the receiving and 
disseminating information. It can be seen that the two levels of managers 
place different emphasis on the role playing. Even within the same role, 
such as the liaison role, the senior managers seem to emphasize on external 
while the middle managers tend to emphasize on internal dealings. 
Overall speaking, managers in Hong Kong perceive decisional roles 
the most important as indicated in the relatively higher priorities being 
assigned to the activities relating to these roles. On the other hand, the 
managers perceive the informational role less important with the exception 
that the middle managers place importance on the disseminator role. It is 
interesting because managers have to use information to make decisions 
about when and how to commit their organisation to new objectives and 
actions. 
Management Practices 
The managers' beliefs in the management practices that exist in their 
organisations reflect, to some extent, the inherent organisational culture of 
the organisations. Comparisons are made between the practices perceived 
to exist in local and foreign organisations, basing on the results tabulated in 
tables 7 and 8. 
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(a) Organisational Structure 
Comparatively, the local organisations exhibit a more 
bureaucratic structure than the foreign ones. The managers working 
in the local organisations feel that even small matters have to be 
referred to someone higher up for a find decision and there are a 
great many rules existing in the organisation. In addition, the 
managers working in the local organisations feel that the main role of 
a superior is to ensure that employees are doing their jobs rather than 
to facilitate and support employees in carrying out their assigned 
duties. By contrast, managers working in foreign organisations feel 
that the superiors should emphasize more on facilitating and 
supporting employees in carrying out their assigned duties. 
(b) Decision Making 
On this issue, the managers generally feel that the degree of 
participation by employees in the decision making process is not 
significant. In this respect, it may be due to the fact that the 
managers play the decisional role themselves because they perceive 
that the decisional role is the most important part of the managerial 
activities. Comparatively, the managers in foreign organisations feel 
that the welfare of employees is given more consideration than those 
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local ones in the decision making process. This care for employees 
attitude is also reflected in the comparatively more generous fringe 
benefits package provided by foreign organisations. 
(c) Performance Reward 
In local organisations, managers feel that seniority plays a 
major role in pay levels, whereas in foreign organisations, managers 
feel that pay relates more to individual performance than seniority 
though the latter does play a part. 
(d) Communication Networking 
Generally speaking, managers in both local and foreign 
organisations feel similarly on communication networking. The major 
difference lies in the feeling that foreign organisations provide more 
information to employees beyond that required to perform their jobs. 
Overall speaking, the information collected does not indicate that 
significant differences in management practices exist between local and 
foreign organisations. It is further confirmed statistically that there exists 
no difference (see Appendix III). However, it cannot be concluded firmly 
whether the local and foreign organisations are similar or different on this 
issue. As an organisation's management practices is the collection of beliefs 
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held by individual members within it, it is understandable that if the 
managers come from similar cultural and educational backgrounds, the 
beliefs and value systems felt by them may exhibit a large degree of 
similarity. In the present study, 74 percent of the respondents are Hong 
Kong Chinese. As a result, similarity in beliefs held by them is not a 
surprise. 
Conclusion 
On the whole, the author concludes that individual manager has his 
own perception on the relative importance attached to the various managerial 
activities that need to be performed. The differences in gender and seniority 
in terms of hierarchical positions have much influence on the managers' 
rankings. 
This study provides information to the management of organisations 
by indicating the various perceptions of managers in Hong Kong. The 
relatively higher rankings in activities under the decisional role imply that 
managers here in Hong Kong regard the three roles, namely, the 
entrepreneurial, disturbance-handler and resource-allocator, the most 
important. They devote more efforts and time in solving problems and goal 
setting, but, relatively less on the other roles. This may result in creating 
an environment that employees may not be able to work closely as a team. 
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In the long run, the imbalance among the decisional, interpersonal and 
informational roles may create communication problems. In addition, too 
much emphasis on task but less on people may also create dissatisfaction 
among employees leading to human resources problems. The organisations 
should be alerted by the general feelings shown by the managers that their 
organisations do not care enough for employees as indicated in their feelings 
on the existing management practices. Although culture comes from within 
people and is put together by them to reward the capacities that they have 
in common, corporate culture can be created. For example, to implement 
the Total Quality Management', organisations have to change their 
management style and ways of doing things. One of the successful 
examples comes from the British Airways changing from its military and 
technical orientation, that is a vicious circle, to the virtuous circle 
emphasising in the quality of customer services. 
This research is not designed to be a comprehensive study of the 
cultural implications in managerial practices. One of the possibilities is to 
undertake a in-depth research to identify the distinct factors that affect the 
corporate culture. The investigation of corporate cultures involves looking 
at how people in an organisation behave; what assumptions govern their 
behaviour; and what bonds or glue hold the corporation together. But the 
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macro-culture, that is the broader culture of the nation, economic group or 
geographical region, cannot be ignored because it has been found that 
corporate cultures act out themes and patterns of the wider culture. 
Corporate cultures are specific episodes of more general national and 
regional patterns. US Corporations, for example, display particular 
variations of a larger North American theme. To identify the national 
cultural elements, a large sample size could be drawn to find out the extent 
to which this，East meets West' culture differs from either the Eastern or 
Western ones. The understanding of which may explain the behaviourial 
aspects of the Hong Kong managers. 
Though this research is subject to some limitations, such as the small 
sample size and the uneven distributions of the ethnic origins of respondent 
managers, it does highlight the differences in the perceived importance 
attached to the various managerial roles played by the managers in Hong 
Kong. It also compares and contrasts the managers' feelings in management 




DISTRIBUTION OF QUESTIONNAIRES 
Estimated Number Number of 
of Companies Questionnaires 
Local Companies 1,000 100 
Foreign Companies 1,000 100 





RANK CORRELATION COEFFICIENT 
1. Decisional Role 
All Managers Male Female Senior Middle 
All Manager - 0.7856 0.3645 0.8053 0.7493 
Male 0.7856 - 0.0352 0.9839 0.3800 
Female 0.3645 0.0352 - 0.0529 0.7517 
Senior 0.8053 0.9839 0.0529 - 0.4319 
Middle 0.7493 0.3800 0.7517 0.4319 -
2. Informational Role 
All Managers Male Female Senior Middle 
All Manager - 0.8509 0.6360 0.7600 0.7441 
Male 0.8509 - 0.3236 0.9339 0.4277 
Female 0.6360 0.3236 - 0.2306 0.9194 
Senior 0.7600 0.9339 0.2306 - 0.2769 
Middle 0.7441 0.4277 0.9194 0.2769 -
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3. Interpersonal Role 
All Managers Male Female Senior Middle 
All Manager - 0.8529 0.7450 0.4289 0.7353 
Male 0.8529 - 0.3982 0.7943 0.4449 
Female 0.7450 0.3982 - 0.0735 0.8912 
Senior 0.4289 0.7943 0.0735 - 0.1248 
Middle 0.7353 0.4449 0.8912 0.1248 -
Note Correlation coefficient ranges from -1 to 4-1, where +1 indicates 




F-TEST FOR THE TESTING OF DIFFERENCES OF 
MEAN SCORES OF MANAGEMENT PRACTICES 
EXISTING IN ORGANISATIONS IN HONG KONG 
Ho： There are no differences in the beliefs held by managers in 
management practices existing in local and foreign organisations. 
Source of Sum of Degree of Mean 
Variation Squares Freedom Square 
Between Treatment 0.00 2 0.00 
Within Treatment 324.07 51 6.35 
TOTAL 324.07 — 
F (2 , 51 ) = 0 
F 0.01 (2 , 51 ) = 5.04 
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